Volume Contents 


HUMAN RESOURCE 
MANAGEMENT 


Volume 41 


Issue 1, Spring 2002 


Special Issue: Best Practices in IHRM: Lessons Learned from a Ten-Country / 


Regional Analysis 
Editor's Note / Mark A. Huselid 


Guest Editor’s Note / Mary Ann Von Glinow 


In Search of “Best Practices” in International Human Resource 
Management: Research Design and Methodology / 
J. Michael Geringer, Colette A. Frayne, and John F. Milliman 


The goal of this article is to describe and examine the research design and methodology that were 
employed by the Best International Human Resource Management Practices Project. The article 
briefly addresses the origins and goal of the project, including the research questions that the 
study was attempting to address. The methodology used for collecting the project’s data is then 
presented, including the design and dissemination of the questionnaire and relatea data collection 
issues. Implications of the project’s research design for interpretation of results, and for influencing 
the design and management cf effective international human resource management practices, are 
discussed. 


Divergence or Convergence: A Cross-National Comparison of 
Personnel Selection Practices / ¥Y. Paul Huo, Heh Jason Huang, 
and Nancy K. Napier 31 


Striking a balance between globalization and localization in human resource management (HRM) 
requires a better understanding of the cross-national differences in terms of both the status quo and 
the socially desirable HRM practices. With this purpose in mind, we examined the hiring practices in 
ten different countries or regions using the Best International Human Resource Management 
Practices Survey (BIHRMPS). Our empirical findings revealed more divergence than convergence in 
Current recruiting practices, but they also suggest that organizations around the world are indeed in 
the process of converging on ways of recruitment even though the current selection criteria may still 
be driven by each country's prevalent cultural values. 


International Compensation Practices: A Ten-Country 
Comparative Analysis / Kevin B. Lowe, John Milliman, 
Helen De Cieri, and Peter J. Dowling 45 


This article presents a comparative study of compensation, by exploring nine items which measure 
pay and benefits practices in ten locations (nine countries and one region). First, similarities and 
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differences in employee compensation are examined. Second, emerging issues for interna- 
tional compensation are identified. Third, gaps are identified between current practice and 
employee preferences for future compensation. Overall, the results of this study provide 
some support for previous research, although a number of counterintuitive findings are iden- 
tified with respect to the ways in which culture might be expected to impact employee prefer- 
ences for cross-cultural compensation practices. The research suggests several challenges 
for compensation practice and directions for future research. 


Benchmarking Training and Development Practices: 
A Multi-Country Comparative Analysis / Ellen A. Drost, 
Colette A. Frayne, Kevin B. Lowe, and J. Michael Geringer 67 


This study compares training and development practices within and across nine countries 
and one region, and addresses whether there are universal training and development prac- 
tices. After a brief review of the literature on training and development for the countries and 
region examined, the study identifies country-specific and region-specific training and devel- 
opment practices. The results are descriptive in nature and discussed as benchmarks of cur- 
rent and desired levels of training and development practices within and across countries. 
While the results do not indicate any universal practices across all countries studied, they do 
indicate significant similarities in practices within country clusters. The common practices 
found within these clusters are believed to be influenced by cultural values and industry 
trends. The study emphasizes the importance of context and provides practitioners with 
guidelines in designing training and development practices across countries and researchers 
with insight into future research questions. 


a 
An Exploratory Assessment of the Purposes of Performance 
Appraisals in North and Central America and the 
Pacific Rim / John Milliman, Stephen Nason, 

Cherrie Zhu, and Helen De Cieri 87 


While performance appraisals are considered important management tools in many countries, 
their purposes and practices vary significantly between countries. Unfortunately, there is little 
empirical data on the specific practices of appraisals across countries. The focus of this study 
is to empirically examine the current purposes of performance appraisals in ten different coun- 
tries and regions in Asia, North America, and Latin America. The purposes of appraisals stud- 
ied here include documentation, development, administrative (pay and promotions), and sub- 
ordinate expression. This article also examines how the respondents believe the purposes of 
appraisals should ideally be practiced. Implications for research and practice are discussed. 


The Role of Human Resource Management: An Exploratory 
Study of Cross-Country Variance / David E. Bowen, 
Carmen Galang, and Rajnandini Pillai 103 


We explore how the role of Human Resource Management (HRM) varies across countries on 
two dimensions. One is how the status of HRM departments may vary (e.g., perceptions of 
its importance and involvement). Second is whether there is cross-country strategic HRM 
(SHRM) in terms of the conventional contingency approach (linking HRM practices to strate- 
gy), aS well as a resource-based view of the firm (e.g., developing organizational capability as 
competitive advantage). Results included significant differences in HRM status across coun- 
tries; significant correlations between status and organizational capability; and, in Asian coun- 
tries, a slight tendency for HRM practices to be linked more to a differentiation strategy, 
whereas, in Anglo countries, a strong linkage between HRM practices and organizational 
capability. 
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Converging on IHRM Best Practices: Lessons Learned from 

a Globally Distributed Consortium on Theory and Practice / 

Mary Ann Von Glinow, Ellen A. Drost, and 

Mary B. Teagarden 123 


This article captures the results of the “Best Practices” Project and attempts to identify which IHRM 
practices are universally embraced in our ten-country/region sample. Here we present a compelling 
argument for understanding cultural contexts by seeking and establishing derived etics. No longer 
content with the traditional conduct of cross-cultural research, we challenge “how” we do research, 
and encourage gatekeepers to broaden their research lenses with multiple embedded contexts—poly- 
contextuality—as they search for answers. We find anomalies, and counterintuitive findings, and 
through our “gap analysis,” we discovered several universally embraced etics or best practices. We 
believe we have not only made a significant contribution research, but in particular, we offer a solu- 
tion methodology for conducting globally distributed IHRM research. These findings signal new direc- 
tions for all deeply involved in managing within and across different cultures. 


Book Review Editor's Note and Book Reviews / Arup Varma 
| 


Issue 2, Summer 2002 


Editor's Note / Mark A. Huselid 


HR Professionals’ Beliefs about Effective Human 

Resource Practices: Correspondence between Research 

and Practice / Sara L. Rynes, Amy E. Colbert, 

and Kenneth G. Brown 149 


Five thousand human resource (HR) professionals were surveyed regarding the extent to which they 
agreed with various HR research findings. Responses from 959 participants suggest that there are 
large discrepancies between research findings and practitioners’ beliefs in some content areas, 
especially selection. In particular, practitioners place far less faith in intelligence and personality tests 
as predictors of employee performance than HR research would recommend. Practitioners are 
somewhat more likely to agree with research findings when they are at higher organizational levels, 
have SPHR certification, and read the academic literature. Suggestions are made for more effective 
dissemination of HR research findings. 


Internet Job Hunting: A Field Study of Applicant Experiences 
with On-Line Recruiting / Daniel C. Feldman and Brian S. Klaas — 175 


This field study examines the experiences of managers and professionals searching for jobs via the 
internet. Results suggest that facility with Internet navigation is significantly associated with the 
amount of general job searching, particularly for those who want to explore job options initially in 
private without fear of retribution from supervisors. The data also suggest that managers and 
professionals are more likely to use the Internet for job hunting when the geographical scope of the 
job hunt is wide, when a major salary increase is desired, and when both small and large firms are 
being considered as potential employers. Use of the Internet is perceived as a somewhat less effective 
job search strategy than personal networking, but far superior to searching for jobs through 
newspaper ads and “cold calling.” Major issues found to impede the effectiveness of on-line recruiting 
are the degree and speed of follow-up on-line applications, lack of specific and relevant job descrip- 
tions on a company’s Web site, concerns about the security of personal information, and difficulty in 
customizing, formatting, and downloading resumes to companies’ specifications. The article 
concludes with recommendations for improving the effectiveness of on-line recruiting. 
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Understanding and Optimizing Multisource Feedback / 
Leanne E. Atwater, David A. Waldman, and Joan F. Brett 193 


This article integrates the most recent research results on the topic of multisource feedback 
with what researchers have learned over the years about performance feedback in generai. We 
believe that this review and set of recommendations represent the state of the art at this time. 
We provide practitioners with new ideas about how to continue to improve the multisource 
feedback process in their organizations. We also suggest ideas for feedback providers and 
facilitators about how to maximize the success of the feedback process. Additionally, we 
provide “food for thought” for researchers concerning ideas for future research. 


Contextual Factors in the Success of Reduced-Load 
Work Arrangements among Managers and Professionals / 

Mary Dean Lee, Shelley M. MacDermid, 

Margaret L. Williams, Michelle L. Buck, 

and Sharon Leiba-O'Sullivan 209 


The purpose of this study was to consider the role of contextual factors, particularly those 
related to HR policies and practices, in the success of eighty-two professionals and managers 
working on a reduced-load basis. Results revealed agreement among senior managers, co- 
workers, direct reports, and reduced-load managers and professionals themselves that the 
alternative work arrangements were successful. The key factors seen as facilitating success 
included individual characteristics and behaviors as well as contextual factors related to job 
content, work group, organizational culture, and human-resource policies and practices. 


In the Trenches at the Talent Wars: Competitive 
Interaction for Scarce Human Resources / 
Timothy M. Gardner 


A number of indicators suggest that the social norms that once deterred labor market 
competitors from hiring or “poaching” each others’ employees are breaking down. This study 
explores the competitive interaction that results when one firm attempts to hire employees 
from a competing firm (known as “talent raiding”). Results suggest that attributes of the 
raiding firm, the targeted firm, and targeted human capital will affect how a targeted firm 
responds to a talent raid. The study suggests a number of tactics raiding firms can use to 
avoid retaliation and suggests tactics targeted firms can use to repel would-be talent raiders. 


Expatriation and Repatriation in MNCs: A Taxonomy / 
Yehuda Baruch and Yochanan Altman 


The challenge of the management of expatriates and repatriates has never been more timely 
nor urgent: globalization has forced expatriation into the corporate agenda, confronting us 
with an array of questions in HRM strategy and practice. We propose that a wide range of 
current thinking and practice may be conveniently grouped into a taxonomy of five 
organizational options, each advancing a different set of expatriation relationships: Global, 
Emissary, Peripheral, Professional, and Expedient. A framework outlining the main 
configurations of these options generates a generic model for expatriation at the organiza- 
tional level. This forms the principal part of the article, followed by a comprehensive 
discussion and implications for practice. 
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Distributive Justice and Organizational Commitment 
Revisited: Moderation by Layoff in the Case of 
Korean Employees / Eunmi Chang 


Research supports the conclusion that organizational commitment is affected more by 
procedural justice than by distributive justice, and this is especially true in collectivistic 
societies. The present research examines the effects of distributive justice on organizational 
commitment levels of Korean employees under layoff situations. It focuses on the moderating 
effects of two layoff variables: layoff experience and layoff perception. Data were collected from 
HR managers from fourteen companies and 411 employees. It was found that layoff perception 
significantly moderated the effect of distributive justice on organizational commitment, while 
there was no significant effect found in the case of layoff experience. Additional analyses show 
that employees perceive a high level of distributive justice even in the case of layoffs when 
training on the appraisal methods are provided. Implications of these findings are included in 
the discussion. 


Book Review Editor's Note / Arup Varma 
Book Reviews: 


Diversity Success Strategies, Norma Carr-Ruffino, 
Butterworth-Heinemann, 1999, 322 pages. 
Reviewed by Lisa B. Schmitt 


Managing Diversity—The Courage to Lead, Elsie Cross, 
Quorum Books: Westport, CT, 2000, 250 pages. 
Reviewed by Susan Stelmach 


Creating the Multicultural Organization, Taylor Cox Jr., 
Jossey-Bass, 2001, 168 pages. 
Reviewed by Dawn Lee Hennessy 


Issue 3, Fall 2002 


Special Issue: Human Resources Management in the Public Sector 


Editor’s Note / Mark A. Huselid 281 


Human Resources Management in the Public Sector / 
Marilyn K. Gowing and Mary Lou Lindholm 283 


This is the lead article for a special issue on “Human Resources Management in the Public 
Sector.” The article describes how the special issue came about and presents a number of gov- 
ernmental initiatives spearheaded by the U.S. Office of Personnel Management, corporate HR 
for the federal government. This issue also showcases one state and one municipal govern- 
ment with award-winning HR departments. The special issue highlights the empirical research 
supporting government competency models, innovative assessments, and surveys of organiza- 
tional culture and customer satisfaction. With nearly two million civilian employees, the federal 
government is the largest employer in the country. This is a success story! 
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A Common Language for Classifying and Describing Occupations: 
The Development, Structure, and Application of the Standard 
Occupational Classification / Leslie J. Pollack, Craig Simons, 

Henry Romero, and Doris Hausser 297 


Today's technology-driven global economy forces job seekers, employees, human resources pro- 
fessionals, and managers to work smarter and faster to take advantage of a changing labor mar- 
ket. A common language for describing job titles and task/competency-based occupational clus- 
ters will facilitate crucial information sharing critical to meeting today’s HR challenges. The Stan- 
dard Occupational Classification (SOC) captures the current occupational structure, and can be 
used by the public and private sectors to share information on all types of jobs. This article dis- 
cusses the development and applications of the new SOC that will help job seekers, employees, 
human resources professionals, and management. 


a 
Developing Competency Models to Promote Integrated 
Human Resource Practices / Donna Rodriguez, 
Rita Patel, Andrea Bright, Donna Gregory, and 
Marilyn Kk. Gowing 309 


Today, competencies are used in many facets of human resource management, ranging from 
individual selection, development, and performance management to organizational strategic plan- 
ning. By incorporating competencies into job analysis methodologies, the Office of Personnel 
Management (OPM) has developed robust competency models that can form the foundation for 
each of these initiatives. OPM has placed these models into automated systems to ensure access 
for employees, human resources professionals, and managers. Shared access to the data creates 
a shared frame of reference and a common language of competencies that have provided the 
basis for competency applications in public-sector agencies. 


8 
Selecting the Best and Brightest: Leveraging Human Capital / 
Brian S. O'Leary, Mary Lou Lindholm, Richard A. Whitford, 
and Stephen E. Freeman 325 


This article provides a brief discussion of the changing nature of work. It describes how automa- 
tion and the Internet are changing the way the U.S. government recruits and hires employees. 
The authors discuss the validity of various assessment methods used to select and promote 
employees and the return on investment that can result from using valid assessment techniques. 
The authors review several illustrative assessment programs used in the federal government. 
Finally, the authors explore the next generation of assessments. 


Creating High-Performance Organizations in the 
Public Sector / Tressie Wright Muldrow, Timothy Buckley, 
and Brigitte W. Schay 341 


Accurate information about an organization’s culture can provide a basis for improving processes 
and enhancing outcomes such as customer service and return on investment. Using a reliable 
and valid survey is an effective way to obtain employee perceptions about the organizational cul- 
ture. This article describes the development and use of the U.S. Office of Personnel 
Management's Organizational Assessment Survey. It provides two examples, the U.S. Mint and 
the Environmental Protection Agency (EPA) Region VI, that show how measures of organizational 
culture can help federal agencies become high-performance organizations. 
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Using Standardized Outcome Measures in the Federal 
Government / Brigitte W. Schay, Mary Ellen Beach, 
Jacqueline A. Caldwell, and Christelle LaPolice 


This article demonstrates the strategic role HR can play in the government's efforts to measure 
its effectiveness. As federal agencies are being held increasingly accountable for their perfor- 
mance, the need for standardized outcome measures to assess results has become critical. The 
authors describe a balanced-measures approach for the federal government and provide exam- 
ples of generic, standardized measures for each perspective of the Balanced Scorecard, including 
key measures for the HR function. The authors also detail the development of one such measure, 
a generic customer satisfaction survey. The survey was pilot-tested with three HR organizations 
in the federal government and is being used by agencies to measure satisfaction with internal 
services including HR. 


Best Practices in Public-Sector Human Resources: 
Wisconsin State Government / Robert J. Lavigna 369 


There is widespread agreement that government human resource systems and processes 
must become more responsive, flexible, and efficient. However, reform remains more a goal 
than a reality. The Wisconsin Department of Employment Relations, the state government 
central personnel/HRM office, has aggressively improved the state human resource/civil 
service system. Improvements include modernizing state civil service laws, delegating 
decision-making to operating agencies, developing creative ways to assess job applicants 
making greater use of technology, expanding recruiting activities, creating more flexibility in 
compensation, expanding affirmative action efforts, and forging partnerships with public 
employee labor unions. These reforms have resulted in faster hiring, well-qualified job 
candidates, a more diverse work force, and better ways to reward and retain talent. The 
department has implemented these improvements while still preserving fundamental 
principles of merit, fairness, and openness 


Human Resources Initiatives Support Virginia Beach's 
[Transformation to a Quality Service System / 


Lagan D. Stackhouse 


This article provides an overview of the evolution of the Virginia Beach Quality Service system 
and describes how human resources’ initiatives integrate into the citywide strategy. The city’s 
strategy supports the Virginia Beach City Council's “Destination Points” that are linked to the six 
city businesses and common resources areas. The six businesses and common resource areas 
have associated outcomes with plans of action and milestones to document results. Virginia 
Beach, the largest city in Virginia with a population of approximately 435,000, received the U.S. 
Senate Productivity and Quality Award for Virginia in 1999. 


Book Review: 


The New Organizational Reality: Downsizing, Restructuring, and 
Revitalization, edited by Marilyn Kk. Gowing, John D. Kraft, and 
James Campbell Quick, American Psychological Association, 1998, 
278 pages. 


Reviewed by Ann Howard 399 
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Issue 4, Winter 2002 


Editor's Note / Mark A. Huselid 


The Effects of Network Groups on Minority Employee 
Turnover Intentions / Raymond A. Friedman and Brooks Holtom 405 


Companies in the United States are concerned with retaining minority employees to maintain or 
increase the diversity of their workforce. Here we assess the value 0’ one approach companies 
have used to retain minority employees: “network” groups. Based 0.1 data obtained from a large 

company with extensive network groups, this study compares the curnover intentions of minority 
employees who have joined one of the company’s network groups to those who have not joined 

one of the company’s network groups. The data show that employee network groups can be use- 
ful in helping companies retain managerial-level minority employees. Extensive recommendations 
are provided to help organizations maximize the effectiveness of network groups. 


a 
Using Profit Sharing to Enhance Employee Attitudes: A Longitudinal 
Examination of the Effects on Trust and Commitment / 

Jacqueline A-M. Coyle-Shapiro, Paula C. Morrow, 

Ray Richardson, and Stephen R. Dunn 423 


The ability of profit sharing to increase organizational performance via positive changes in employee 
attitudes has yielded mixed results. Drawing on principal agent, expectancy, and organizational jus- 
tice theories, we assess how perceptions of profit sharing (capacity for individual contribution and 
organizational reciprocity) alter organizational commitment and trust in management using longitu- 
dinal data provided by 141 engineering employees. Favorable perceptions of profit sharing served to 
increase organizational commitment while only organizational reciprocity predicted trust in manage- 
ment. The relationship between organizational reciprocity and commitment was partially mediated 
by trust in management. Implications for the design of profit sharing initiatives are noted. 


Using Extracurricular Activity as an Indicator of Interpersonal 
Skill: Prudent Evaluation or Recruiting Malpractice? / 
Robert S. Rubin, William H. Bommer, and Timothy T. Baldwin 441 


There is widespread agreement that success in organizations requires more than high intellect. 
Thus, college recruiters commonly examine job candidates’ extracurricular activities in search of 
“well-rounded,” emotionally intelligent, and interpersonally skilled students. Intuitively, extracur- 
ricular activities seem like valuable student experiences; however, research evidence is sparse, 
suggesting far more questions than answers. Is participation in extracurricular activity truly linked 
to interpersonal skill performance? Does leadership experience make a difference? Do extracur- 
ricular experiences yield higher skill development? Six hundred eighteen business students and 
the relationship of their extracurricular involvement to four interpersonal skills were examined. 
Significant relationships were found and recruitment implications are discussed. 


The Management of People Across Cultures: Valuing 
People Differently / Terence Jackson 455 


Ethnocentric and parochial human resource systems have been called into question as obstacles 
to globalization. This is addressed here by examining the way value is attached to people in 
organizations across cultures. Western managers and HR practitioners who work with affiliates in 
non-Western emerging countries should particularly be aware of differences in “locus of human 
value.” Policies and practices developed in the West along instrumental lines see people primarily 
as a means to an end. This may be directly opposed to a humanistic view of human value that 
sees people as having a value in themselves. To provide support for these assumptions, an 
exploratory study across seven nations was carried out. Its findings indicate potentially important 
implications for global HRM policies and practices. 
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Executive Forum: 


How HR Measures Support Risk Management: The 
Deutsche Bank Example / Heinz Fischer 
and Klaus D. Mittorp 477 


Are there concrete examples of how the “soft” HR factors can be made tangible and, what's 
more, meaningful to the business? In this article we give an answer to this frequently asked 
question. We show how Deutsche Bank's HR function consistently developed the range of 
employee surveying instruments to become pivotal to the Group's success. This is part of a wider 
effort in recent years to achieve a change of direction for the HR function, making it a strategic 
partner to the business. 


Creating a Company-Wide, On-Line, Performance Management 
System: A Case Study at TRW Inc. / D. Bradford Near) 49] 


When new company leadership took the helm in 2001, TRW sought to create systems that sup- 
ported what was, in essence, a cultural revolution—a new culture driven by six company-wide 
“Behaviors.” Impeding this revolution, however, were the countless systems and methods for 
evaluating and managing the development of TRW’s nearly 100,000 employees. The Senior 
Management Committee challenged TRW’s human resources function to create a common, on- 
line, company-wide system that supports performance appraisal, professional development, and 
succession management. A cross-disciplinary and cross-business team led by the Director of 
Leadership Development created a uniform Web-based system in four short months. This system 
is now in place company-wide in 36 countries on five continents. The approach we took and the 
success we have enjoyed can be replicated by other organizations seeking a uniform and effective 
way to evaluate and develop employees. 


Book Review Editor's Note / Arup Varma 


Book Reviews: 


Meeting the Ethical Challenges of Leadership: Casting Light or 
Shadow. Craig E. Johnson. Sage Publications, Inc., 2002, 
260 pages. Reviewed by Charles G. Tharp. 


Grow Your Own Leaders: How to Identify, Develop, and 

Retain Leadership Talent. William C. Byham, Audrey B. Smith, 
and Mathew J. Paese. Prentice Hall, 2002, 392 pages. 
Reviewed by Mike Shrader. 


Developing Potential Across a Full Range of Leadership. Bruce 
J. Avolio and Bernard M. Bass (Eds.). Lawrence Erlbaum 
Associates, 2002, 179 pages. 

Reviewed by Lourdes R. Paredes. 
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